Two adults (ages 37 and 57) with severe mental retardation in a supported employment setting (a janatorial supply company) were taught to use self-instruction in combination with multiple exemplar training to solve work-related problems. The combined strategy resulted in generalization to nontrained problems.The use of the strategy to promote independent performanc among supported employees is discussed. (Author/DB) *******************************************************************A*** * Reproductions supplied by EDRS are the best that can be made * * from the original document. * ***********************************************************h*********** However, the subjects in their earlier study were moderately mentally retarded.
Lack of independence has been identified as a factor contributing to job termination of supported employees (Lagomarcino, in press; Kregel, Wehman, Revell, & Hill, in press).
Direct instruction methods typically introduced and monitored by employment training specialists have been criticized because they increase the likelihood that work behavior will be performed only in the presence of the specialist (Agran & Martin, 1987; Alberto, Sharpton, Briggs, & Stright, 1986; Rusch et al., 1984) .
Because job retention requires independent work performance under a wide range of job-related circumstances, supported employees need to learn to generalize their performance across people, tasks, and situations not associated with training (Berg, Wacker, & Flynn, in press).
Among the suggestions made by Berg and her colleagues (Berg et al., in press ), self-instruction was identified as a strategy in promoting independent performance among supported employees.
Two studies have investigated the effectiveness of self-instruction among individuals with severe mental retardation in vocational settings (Aeran, Salzberg, & Stowitschek, 1987; Rusch, McKee, Chadsey-Rusch, & Renzaglia, 1988) . indicated that although the participants in their study learned to seek assistance, they generally did not verbalize self-instructions in either tha training or generalization setting. In contrast, participants 4 with mild to moderate mental retardation did learn to verbalize self-instructions in an earlier study reported by Agran, Fodor-Davis, and Moore (1986) . Rusch et al. (1988) found that instructional feedback provided during work performance sessions combined with self-instruction training was required before a student with severe mental retardation would request assistance from a supervisor or request more materials to complete his work assignment. Rusch et al. (1988) concluded that self-instruction may not be a sufficiently powerful strategy to produce generalization to target settings. In a previous study, Rusch, Morgan, Martin, Riva, and Agran (1985) indicated that self-instruction training was sufficient to produce generalized responding. However, the subjects in their earlier study were moderately mentally retarded.
The purpose of this study was to extend the findings of and Rusch et al. (1988) by examining the application of self-instruction among individuals with severe mental retardation in a supported employment setting in addition to utilizing multiple exemplars. Specifically, because studies had failed to achieve generalization of either self-instructing or correct responding, this investigation sought to teach generalized responding by combining multiple exemplar training (Berg et al., in press; Sprague & Horner, 1984; Stokes & Baer, 1977 ) with self-instruction training. Multiple exemplar training strategies have been shown to produce within-class response generalization.
In an attempt to increase response were expected to put on an apron and a hair net, check the job board to see which job they were assigned for that day, prepare job materials, and begin work independently.
Dependent and Independent Measures
Five separate measures were taken in this study (three dependent measures and two independent measures). responses that would serve as generalization probes (untrained) .
As indicated in Table 1 , trained responses for Myra served as generalization probes for Les, and trained responses for Les served as generalization probes for Myra.
Insert Table 1 about here
Observation and Recording_ Procedures
Myra's and Les's work performance was observed in the employees' work room for 20-min sessions daily across all conditions of this study. To ensure consistency of opportunities to respond throughout the study, five randomly assigned problem situations were presented during each observation session, chosen from either an employee's group of trained or untrained problem situations. The subjects also were observed during self-instruction and multiple exemplar training which took place in the work room daily immediately prior to work performance observation sessions.
Observers and Observer Training
The first author and a second university student served as observer and observer and trainer respectively. Before data collection began, both observers read and discussed the definitions of the dependent and independent measures, the description of the training procedures, and the definitions of A verbal instruction to respond to the problem situation was given to the employee as indicated on After a rationale for training was presented, self-instruction training was introduced using the problem situations chosen for training. Self-instruction procedures were adapted from Meichenbaum and Goodman's (1971) ii salf-instruction training sequence. First, the appropriate task response was modeled while the trainer described verbally what she or he was doing (Step 1). Then the employee performed the same response while the trainer instructed aloud (Step 2), after which the employee performed the response again while self-instructing aloud (Step 3).
The employees were taught to verbalize four statements while performing the correct response. These statements also were similar to those reported by Meichenbaum and Goodman ( This level of responding maintained throughout the study (mean .
and 4.5 during Self-instruction and Multiple Exemplar
Training and the partial-withdrawal condition, respectively). The current study used multiple examples of problem situations in response to which both subjects learned to self-instruct.
However, it is unclear whether increased opportunity for practice or multiple exemplars account for the differences observed between the study and the present investigation.
In the present investigation, the supported employees learned to self -instruct while they were learning to solve five problems that were presented three times (resulting The subjects in the current study learned to solve a broad range of problems requiring a variety of functionally dissimilar responses. For example, the employees learned to remove obstacles that were in the way, get more materials that were missing, and plug-in equipment that was disconnected from a power source. Clearly, future research is needed to understand more fully the relationship between the self-instruction and the multiple exemplar learning strategies when applied to similar and dissimilar stimuli.
This investigation also poses some limitations worthy of consideration. First, both supported employees' abilities to produce self-instructional statements were not assessed during generalization until several work days after training was introduced. Future research should consider subjects' abilities to generalize the self-instructional statements in an attempt to understand more fully the relationship between self-instruction and multiple exemplar training.
Additionally, because the first author served as one of the primary observers the possibility of observer bias exists.
However, in this investigation, data collected by the first author did not differ from those collected by the second observer throughout the duration of the study, supporting the possibility that observer bias wad not a possible confound.
Further, the second observer was naive to the objectives of this investigation.
In summary, self-instruction training with multiple examples was found to be effective in teaching two supported employees with severe mental retardation to solve untrained work-related problems.
Because supported employees who can perform job tasks independently are more likely to retain their jobs (Lagomarcino, in press), this investigation is an important addition to emerging research. The ability to solve problems increases the marketability and employability of individuals with mental retardation, including those with severe mental retardation.
Self-instruction combined with multiple exemplar training appears to hold some promise as a teaching strategy that employment specialists could readily adopt in providing follow-up services to supported employees. This strategy also represents the emergence of a technology that seeks to promote employee independence. 
